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The Importance of Human Resource The Importance of Human Resource 
Management (HRM)Management (HRM)

•• As a necessary part of the organizing function of As a necessary part of the organizing function of 
managementmanagement

Selecting, training, and evaluating the work forceSelecting, training, and evaluating the work force

•• As an important strategic toolAs an important strategic tool
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•• As an important strategic toolAs an important strategic tool

HRM helps establish an organization’s sustainable HRM helps establish an organization’s sustainable 
competitive advantage.competitive advantage.

•• Adds value to the firmAdds value to the firm

High performance work practices lead to both high High performance work practices lead to both high 
individual and high organizational performance.individual and high organizational performance.



Exhibit 12Exhibit 12––11 Examples of HighExamples of High--Performance Work PracticesPerformance Work Practices

•• SelfSelf--managed teamsmanaged teams

•• Decentralized decision makingDecentralized decision making

•• Training programs to develop knowledge, skills, Training programs to develop knowledge, skills, 
and abilitiesand abilities

•• Flexible job assignmentsFlexible job assignments
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•• Flexible job assignmentsFlexible job assignments

•• Open communicationOpen communication

•• PerformancePerformance--based compensationbased compensation

Source: Based on W. R. Evans and W. D. Davis, “High-Performance Work 
Systems and Organizational Performance: The Mediating Role of Internal 
Social Structure,” Journal of Management, October 2005, p. 760.



Environmental Factors Affecting HRMEnvironmental Factors Affecting HRM

•• Employee Labor UnionsEmployee Labor Unions

Organizations that represent workers and seek to Organizations that represent workers and seek to 
protect their interests through collective bargaining.protect their interests through collective bargaining.
 Collective bargaining agreementCollective bargaining agreement

–– A contractual agreement between a firm and a union A contractual agreement between a firm and a union 
elected to represent a bargaining unit of employees of the elected to represent a bargaining unit of employees of the 
firm in bargaining for wage, hours, and working conditions.firm in bargaining for wage, hours, and working conditions.
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firm in bargaining for wage, hours, and working conditions.firm in bargaining for wage, hours, and working conditions.

•• Governmental Laws and RegulationsGovernmental Laws and Regulations

Limit managerial discretion in hiring, promoting, and Limit managerial discretion in hiring, promoting, and 
discharging employees.discharging employees.
 Affirmative Action: the requirement that organizations take Affirmative Action: the requirement that organizations take 

proactive steps to ensure the full participation of protected proactive steps to ensure the full participation of protected 
groups in its workforce.groups in its workforce.



The HRM ProcessThe HRM Process

•• Functions of the HRM ProcessFunctions of the HRM Process

Ensuring that competent employees are identified and Ensuring that competent employees are identified and 
selected.selected.

Providing employees with upProviding employees with up--toto--date knowledge and date knowledge and 
skills to do their jobs.skills to do their jobs.

Ensuring that the organization retains competent and Ensuring that the organization retains competent and 
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Ensuring that the organization retains competent and Ensuring that the organization retains competent and 
highhigh--performing employees who are capable of high performing employees who are capable of high 
performance.performance.



Exhibit 12Exhibit 12––22 Human Resource Management ProcessHuman Resource Management Process
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Managing Human ResourcesManaging Human Resources

•• Human Resource (HR) PlanningHuman Resource (HR) Planning

The process by which managers ensure that they The process by which managers ensure that they 
have the right number and kinds of people in the right have the right number and kinds of people in the right 
places, and at the right times, who are capable of places, and at the right times, who are capable of 
effectively and efficiently performing their tasks.effectively and efficiently performing their tasks.

Helps avoid sudden talent shortages and surpluses.Helps avoid sudden talent shortages and surpluses.
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Helps avoid sudden talent shortages and surpluses.Helps avoid sudden talent shortages and surpluses.

Steps in HR planning:Steps in HR planning:

 Assessing current human resourcesAssessing current human resources

 Assessing future needs for human resourcesAssessing future needs for human resources



Current AssessmentCurrent Assessment

•• Human Resource InventoryHuman Resource Inventory

A review of the current makeA review of the current make--up of the organization’s up of the organization’s 
current resource statuscurrent resource status

Job AnalysisJob Analysis

 An assessment that defines a job and the behaviors An assessment that defines a job and the behaviors 
necessary to perform the jobnecessary to perform the job
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necessary to perform the jobnecessary to perform the job

–– Knowledge, skills, and abilities (KSAs)Knowledge, skills, and abilities (KSAs)

 Requires conducting interviews, engaging in direct Requires conducting interviews, engaging in direct 
observation, and collecting the selfobservation, and collecting the self--reports of employees and reports of employees and 
their managers.their managers.



Current Assessment (cont’d)Current Assessment (cont’d)

•• Job DescriptionJob Description

A written statement of what the job holder does, how A written statement of what the job holder does, how 
it is done, and why it is done.it is done, and why it is done.

•• Job SpecificationJob Specification

A written statement of the minimum qualifications that A written statement of the minimum qualifications that 
a person must possess to perform a given job a person must possess to perform a given job 
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a person must possess to perform a given job a person must possess to perform a given job 
successfully.successfully.



Meeting Future Human Resource NeedsMeeting Future Human Resource Needs

Factors Affecting Staffing

•Strategic Goals
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•Forecast demand for products and services

•Availability of knowledge, skills, and abilities



Recruitment and DecruitmentRecruitment and Decruitment

•• RecruitmentRecruitment

The process of locating, identifying, and attracting The process of locating, identifying, and attracting 
capable applicants to an organizationcapable applicants to an organization

•• DecruitmentDecruitment

The process of reducing a surplus of employees in The process of reducing a surplus of employees in 
the workforce of an organizationthe workforce of an organization
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the workforce of an organizationthe workforce of an organization



Exhibit 12Exhibit 12––44 Major Sources of Potential Job CandidatesMajor Sources of Potential Job Candidates
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Exhibit 12Exhibit 12––55 Decruitment OptionsDecruitment Options
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SelectionSelection

•• Selection ProcessSelection Process

The process of screening job applicants to ensure The process of screening job applicants to ensure 
that the most appropriate candidates are hired.that the most appropriate candidates are hired.

•• What is Selection?What is Selection?

An exercise in predicting which applicants, if hired, An exercise in predicting which applicants, if hired, 
will be (or will not be) successful in performing well on will be (or will not be) successful in performing well on 
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will be (or will not be) successful in performing well on will be (or will not be) successful in performing well on 
the criteria the organization uses to evaluate the criteria the organization uses to evaluate 
performance.performance.

Selection errors:Selection errors:
 Reject errors for potentially successful applicantsReject errors for potentially successful applicants

 Accept errors for ultimately poor performersAccept errors for ultimately poor performers



Exhibit 12Exhibit 12––66 Selection Decision OutcomesSelection Decision Outcomes
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Exhibit 12Exhibit 12––77 Selection DevicesSelection Devices

•• Application FormsApplication Forms

•• Written TestsWritten Tests

•• Performance SimulationsPerformance Simulations

•• InterviewsInterviews

•• Background InvestigationsBackground Investigations

© 2007 Prentice Hall, Inc. All rights reserved. 12–16

•• Background InvestigationsBackground Investigations

•• Physical examinationsPhysical examinations



Written TestsWritten Tests

•• Types of TestsTypes of Tests

 Intelligence: how smart are you?Intelligence: how smart are you?

Aptitude: can you learn to do it? (3, 5, 11, 29, ?, 245)Aptitude: can you learn to do it? (3, 5, 11, 29, ?, 245)

Attitude: how do you feel about it?Attitude: how do you feel about it?

Ability: can you do it now?Ability: can you do it now?

 Interest: do you want to do it?Interest: do you want to do it?
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 Interest: do you want to do it?Interest: do you want to do it?

•• Legal Challenges to TestsLegal Challenges to Tests

Lack of jobLack of job--relatedness of test items or interview relatedness of test items or interview 
questions to job requirements(Validity)questions to job requirements(Validity)

Discrimination in equal employment opportunity Discrimination in equal employment opportunity 
against members of protected classes(Reliability)against members of protected classes(Reliability)



Other Selection ApproachesOther Selection Approaches

•• InterviewsInterviews

Although used almost universally, managers need to Although used almost universally, managers need to 
approach interviews carefully. (In any kind of job)approach interviews carefully. (In any kind of job)

•• Background InvestigationsBackground Investigations

Verification of application data(Educational Institution)Verification of application data(Educational Institution)

Reference checks:Reference checks:
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Reference checks:Reference checks:
 Lack validity because selfLack validity because self--selection of references ensures selection of references ensures 

only positive outcomes.only positive outcomes.

•• Physical ExaminationsPhysical Examinations

Useful for physical requirements and for insurance Useful for physical requirements and for insurance 
purposes related to prepurposes related to pre--existing conditions. (Army)existing conditions. (Army)



Exhibit 12Exhibit 12––88 Suggestions for InterviewingSuggestions for Interviewing

1.1. Structure a Structure a fixed set of questionsfixed set of questions for all applicants.for all applicants.

2.2. Have Have detailed informationdetailed information about the jobabout the job for which applicants for which applicants 
are interviewing.are interviewing.

3.3. Minimize any prior knowledgeMinimize any prior knowledge of applicants’ background, of applicants’ background, 
experience, interests, test scores, or other characteristics.experience, interests, test scores, or other characteristics.

4.4. Ask behavioral questionsAsk behavioral questions that require applicants to give that require applicants to give 
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4.4. Ask behavioral questionsAsk behavioral questions that require applicants to give that require applicants to give 
detailed accounts of actual job behaviors.detailed accounts of actual job behaviors.

5.5. Use a Use a standardized evaluation formstandardized evaluation form..

6.6. Take notesTake notes during the interview.during the interview.

7.7. Avoid short interviewsAvoid short interviews that encourage premature decision that encourage premature decision 
making.making.

Source: Based on D.A. DeCenzo and S.P. Robbins, Human 
Resource Management, 7th ed. (New York Wiley: 2002, p. 200)



Other Selection Approaches (cont’d)Other Selection Approaches (cont’d)

•• Realistic Job Preview (RJP)Realistic Job Preview (RJP)

The process of relating to an applicant both the The process of relating to an applicant both the 
positive and the negative aspects of the job.positive and the negative aspects of the job.
 Encourages mismatched applicants to withdraw.Encourages mismatched applicants to withdraw.

 Aligns successful applicants’ expectations with actual job Aligns successful applicants’ expectations with actual job 
conditions; reducing turnover.( Example: conditions; reducing turnover.( Example: RobiRobi))
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OrientationOrientation

•• Transitioning a new employee into the Transitioning a new employee into the 
organization.organization.

WorkWork--unit orientationunit orientation

 Familiarizes new employee with workFamiliarizes new employee with work--unit goalsunit goals

 Clarifies how his or her job contributes to unit goalsClarifies how his or her job contributes to unit goals
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 Introduces he or she to his or her coworkersIntroduces he or she to his or her coworkers

Organization orientationOrganization orientation

 Informs new employee about the organization’s objectives, Informs new employee about the organization’s objectives, 
history, philosophy, procedures, and rules.history, philosophy, procedures, and rules.

 Includes a tour of the entire facilityIncludes a tour of the entire facility



Exhibit 12Exhibit 12––1111 Types of TrainingTypes of Training

TypeType IncludesIncludes

GeneralGeneral Communication skills( Tour to foreign facility), computer Communication skills( Tour to foreign facility), computer 

systems application and programming, customer systems application and programming, customer 

service, executive development, management skills and service, executive development, management skills and 

development, personal growth, sales, supervisory skills, development, personal growth, sales, supervisory skills, 

and technological skills and knowledgeand technological skills and knowledge
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and technological skills and knowledgeand technological skills and knowledge

SpecificSpecific Basic life/work skills, creativity, customer education, Basic life/work skills, creativity, customer education, 

diversity/cultural awareness, remedial writing, managing diversity/cultural awareness, remedial writing, managing 

change, leadership, product knowledge, public change, leadership, product knowledge, public 

speaking/presentation skills, safety, ethics, sexual speaking/presentation skills, safety, ethics, sexual 

harassment, team building(example: BATB), wellness, harassment, team building(example: BATB), wellness, 

and others and others 

Source: Based on “2005 Industry Report—Types of Training,” Training, December 2005, p. 22.



Exhibit 12Exhibit 12––1212 Employee Training MethodsEmployee Training Methods

•• Traditional Traditional 
Training MethodsTraining Methods

 OnOn--thethe--jobjob

 Job rotationJob rotation

 Mentoring and coachingMentoring and coaching

•• TechnologyTechnology--Based Based 
Training MethodsTraining Methods

 CDCD--ROM/DVD/videotapes/ ROM/DVD/videotapes/ 
audiotapesaudiotapes

 Videoconferencing/ Videoconferencing/ 
teleconferencing/teleconferencing/
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 Mentoring and coachingMentoring and coaching

 Experiential exercisesExperiential exercises

 Workbooks/manualsWorkbooks/manuals

 Classroom lectures Classroom lectures 

teleconferencing/teleconferencing/
satellite TVsatellite TV

 EE--learninglearning



Employee Performance ManagementEmployee Performance Management

•• Performance Management SystemPerformance Management System

A process of establishing performance standards and A process of establishing performance standards and 
appraising employee performance in order to arrive at appraising employee performance in order to arrive at 
objective HR decisions and to provide documentation objective HR decisions and to provide documentation 
in support of those decisions.in support of those decisions.
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Compensation and BenefitsCompensation and Benefits

•• Benefits of a Fair, Effective, and Appropriate Benefits of a Fair, Effective, and Appropriate 
Compensation SystemCompensation System

Helps attract and retain highHelps attract and retain high--performance employeesperformance employees

 Impacts on the strategic performance of the firmImpacts on the strategic performance of the firm

•• Types of CompensationTypes of Compensation
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•• Types of CompensationTypes of Compensation

Base wage or salaryBase wage or salary

Wage and salary addWage and salary add--onsons

 Incentive paymentsIncentive payments

SkillSkill--based paybased pay

Variable payVariable pay



COMPENSATION AND BENEFITSCOMPENSATION AND BENEFITS
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Sources: Based on R.I. Henderson, Compensation Management, 6th ed. (Upper Saddle River, NJ: Prentice Hall, 1994), 
pp. 3–24; and A. Murray, “Mom, Apple Pie, and Small Business,” Wall Street Journal, August 15, 1994, p. A1



That’s all for 
today
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today




